Introduction
Crises can be both serious threats as well as opportunities for development of individual character and perhaps also organizational character. This paper considers how the problem of organizational crisis management might be appropriately addressed with a dialogic, ethics method, that may, in turn, stimulate organizational character. The process method includes, gives voice to, and may dialectically stimulate an organization's ethical tradition and character while addressing the problem of crisis management. The type of dialogic process, ''upbuilding'' dialog, is derived from Kierkegaard, but here is applied to organizational crisis management. There are some Aristotelian roots to Kierkegaard's developmental philosophy that are discussed below. With the ''upbuilding'' method, when an organization can openly and respectfully approach other stakeholders in a crisis, can frame the crisis as being potentially harmful to the organization's ethical tradition, it can begin to contain the crisis and simultaneously stimulate and enable the organization's ethical tradition. By proposing and adopting solutions that are informed by the organization's ethical tradition but that also question that tradition, the organization can begin to recover from the crisis as well as learn from, change, and develop in light of the lessons presented by the crisis.
For Aristotle (The Nicomachean Ethics, Books One and Ten), the choices we make, particularly the choices we make in pressured type situations such as crises, are key to individual character development. Aristotle further suggests that ''for while it is desirable to secure what is good in the case of an individual, to do so in the case of a people or a state is something fine and more sublime (Aristotle, 1955, p. 64) .'' Might the same be true for the common good of organizations, their organizational stakeholder communities, and perhaps even organizational characters as shaped by the process choices they make in crisis situations?
Feldman (2002) in his Memory as a Moral Decision: The Role of Ethics in Organizational Culture links the concepts of ethics and organizational cultures and traditions. Feldman (2002, p. ix), explains, ''The theory of moral tradition is designed to investigate the historical and cultural context of moral commitment . . . . I apply this framework to theories of organizational culture to investigate their moral assumptions and moral implications, that is, to explicate and understand the moral life they imply.'' According to the Oxford English Dictionary (1971, p. 1178), the English word ''crisis'' comes from the Greek word ''Krisis.'' The OED's definition of crisis is ''A vitally important or decisive stage in the progress of anything; a turning point; also, a state of affairs in which a decisive change for better or worse is imminent; now applied especially in times of difficulty, and suspense in politics or commerce.'' According to the social scientist and crisis management scholar, Shrivastava (1993, p. 25) , ''Crises are situations that threaten the survival of the system. They cause restructuring of the system . . . crisis refers to disruptive situations characterized by urgency of decision, large impacts, and system restructuring.'' Much of the literature on crisis management is about externally and/or internally induced, largescale catastrophic events such as global market or institutional field changes, natural disasters, radical technological changes, or accidents such as those at the Chernobyl nuclear power plant or the Bhopal chemical plant (Audia et al., 2000; Deephouse, 1996; DiMaggfio and Powell, 1983; Fiol, 2002; Haverman, 1992; Hill and Rothaemel, 2003; Kostova and Zaheer, 1999; Mitroff et al., 1988; Oliver, 1991; Pearson and Clair, 1998; Shrivastava, 1993; ) . The field also recognizes that an event does not have to be this large-scale to qualify as a ''crisis.''
The organizational crisis and change literature also distinguishes two distinct types and/or approaches to crisis management: reactive and proactive. Proactive steps can involve developing processes for anticipating crisis threats and opportunities, methods and processes for dealing with anticipated crises, and even creating crises in order to stimulate change and development opportunities (Argyris et al., 1985; Collins and Porras, 1994; Lewin, 1951; Nielsen, 2003; Senge, 1990) .
The reactive nature of crisis management reflects what organizations actually do and methods and processes organizations use and go through in the face of a realized crisis (Czarniawska, 1997; Fiol, 2002; Hill and Rothaermel, 2003; Nielsen, 2003) . This reactive type of crisis management is the focus of Kierkegaardian ''upbuilding'' method that builds from within an internal ethical tradition to respond to crises while simultaneously adapting and protecting the tradition. This method has also been applied to directly ethics issues (Nielsen, 1996a) .
Reactive crisis management methods are concerned with such things as how to contain the crisis, recover from the crisis, and learn and/or transform from the crisis experience (Mitroff et al., 1988) . For example and in an ethics context, Pearson et al., (1997) consider the reactive crisis management steps taken by Johnson and Johnson in the wake of the Tylenol poisoning as a method for containing, recovering, and learning from the crisis. In that case,
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